This paper reviews the evolution and progress of the Chinese gender and age legal system since 1949, and further conducts labor market analyses on the basis of gender and age. This paper attempts to answer three questions, first, to offer reflections on the characteristics and social effects of gender and age inequalities on employment, promotion and retirement in public service sectors of China; second, to examine the social gender and age inequalities by data description; third, to suggest realistic solutions and feasible paths for achieving gender and age equalities in employment, promotion, and retirement in public service sectors of China.
1. The gender and age discrimination phenomenon that exist in China's public services sector
Gender discrimination
Although the Civil Service Law avoids the specific provisions of the retirement age for men and women, in practice, the civil servants' retirement ages for men and women are still not equal. For men 60, and for women 55. For women civil servants, as their retirement age can not be the same as that of men, it not only indicates unequal treatment, but also means that the practices of female participation in politics have been shortened by five years. Moreover, considering the number of female government officials; the small proportion of woman representatives in People's Congress is obvious: in the Chinese Yearbook of Labor Statistics in 2003, and the gender constitution of workers and remuneration statistics show that female employment ratio in government offices, political parties, and social groups is just 25.24 percent, the gender discrimination appears more often in elections, recruitment practices in hidden ways.
Age discrimination
There are two manifestation of age discrimination in China: lowest and highest limit in age. The age discrimination in public employment has the lowest and highest regulations. Generally speaking, the lowest limit is above 18, this is a qualification regulation to the government employees who want to perform the rights of government. The highest limit is reflected in interview, promotion, and retirement practices. For example, the second requirement for application in "Central and State Civil Servants Recruitment Notice in 2006" regulates: people who apply for non-leadership positions below director and section officer are require to be between 18-35 years old (born from October 10th, of 1969 to October 5th , of 1987 ). The seventh article in "Party and Government Preparatory Leaders Articles" regulates: Preparatory leaders on provincial level should be mostly 45 to 50 years old. There should be 1 or 2 leaders younger than 45 at the ministry level, and 3 to 5 at the provincial level, autonomous regions, and independently administered municipal districts. For example, in the eighteenth political bureau standing committee Hu Chunhua and Sun Zhengcai who were born in 1960s as the youngest member entered the party and state leader. This is a sign that they as the sixth generation identity have been officially confirmed. And there are 7 other younger members, Lu Hao, Su Shulin etc. who were born in 1960s also take provincial level or other important position in the bureau committee and will enter the core power institution, central political bureau in the future.
Prima facie evidence of the gender and age discrimination in China
China's public service sector is characterized by high participation rates among old and young, men and women, and this high participation rates are listed as follow. Generally speaking, before proceeding to the formal empirical analyses, it is helpful to review what the gender and age discrimination looked likbve before during the sample period. This date as follow will provide a first look of the gender and age discrimination in china. The main aspects of Prima facie evidence are listed as follow （ Some specific data, see Appendix part）
(1) The gender difference of Laid-off workers and gender discrimination in the recruitment (Table 1-Table 3) (2) The gender gap of social security and income began to take shape and expand (Table 4-Table 6) As a preliminary research, the above facts and data are far from being enough. The collection of facts and data on this issue in itself is a step forward in gender and age equality. To do research in subsequent theory and practice, there are numerous relevant tasks to be done.
Realistic and Feasible Path to achieve Gender and Age equity
The author believes that there are at least three ways in terms of realistic conditions and feasible paths to eliminate gender and age discrimination: first, change the current conditions of gender and age discrimination in public service sectors and correct related biases on the basis of the 6 principles. , And build up the value system with human equality, liberty and development as priority order in the core; second, by means of reform and innovation in law and institution, change existing management and evaluation system of gender and age, build a new institutional system ensuring gender and age equality, promote market-orientation and democratic participation incentive measures, and increase information transparency and equal selection mechanism; third, transform the current economic growth model, improve quality of economic development, intensify training and education processes, enhance possibility of freedom of choice, and seek reform in stable society.
There are two ways to perfect antidiscrimination law in public service sectors, one is to modify existing laws and regulations, the other is to put employees in public service sectors into a general employment framework, and into the field of anti-discrimination. Increase regulations on different types of discrimination, to increase individual protection.
Establish supervision mechanism on regulations. The best way is to establish systematic violation supervision system. It is advisable to set up a constitutional committee under National People's Congress to supervise the constitution. Perfection of the legal procedures is a relief to discrimination in non-elected public service sectors. Establish a human resource incentive system reflecting human comprehensive information and capability, to ensure equality in gender and age, including equality in recruitment, transfer and retirement.
As a research vision, it contains many possibilities, certainly some imperfect parts. However, if this paper can contribute to freeing Chinese citizens from the invisible chains in the aspect of gender and age discrimination, the author is willing to confront and undertake such risks. According to the 1991 and 1996 Statistical Yearbook of China's labor organize --Source：Wang Meiyan：（China's urban labor market employment opportunities for men and women and the wage gap analysis） 
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